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We examined whether there are interactive effects of proactive personality and time 
management behavior on physical stress symptoms, vigor, and sales performance. 
We invited 202 Chinese insurance agents to complete a set of questionnaires that 
included the Proactive Personality Scale, the Time Management Questionnaire, the 
Physical Symptom subscale of the Occupational Stress Indicators-2, and the Vigor 
subscales of the Utrecht Work Engagement Scale. We also invited them to report 
their sales performance (i.e., their annualized first year premium) of 2010. Multiple 
regression analyses show that there were significant interactive effects between 
proactive personality and time management behavior on physical stress symptoms 
and vigor, but not on sales performance. The interaction effects show that 
inadequate time management behavior results in experiencing more physical stress 
symptoms and having lower vigor levels among proactive individuals, but time 
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management behavior has no effect on these two variables among less-proactive 
individuals. This finding suggests that proactive personality may increase 
individuals' susceptibility to the negative impact of inadequate time management 
behavior on health-relevant outcomes (e.g., stress symptoms and vigor), but not on 
objective performance outcomes (e.g., sales performance). 
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Interactive Effects of Proactive Personality and Time Management Behavior on 
Physical Stress Symptoms, Vigor, and Sales Performance 
Proactive Personality 
The world has been changing in a faster pace since we have entered the 
digital age. In this fast-changing world, work has become more dynamic and 
decentralized than ever before. Due to this change, the role of proactive personality 
in organizational effectiveness has become more important (Grant, 2000). In 1993， 
Baterman and Grant developed the Proactive Personality Scale and defined proactive 
personality as "the relatively stable tendency to effect environmental change" (p. 103). 
Since then, a number of studies have been conducted to investigate the relations 
between proactive personality and work-related variables, including job performance 
(e.g. Grant, 1995), entrepreneurship (e.g. Becherer & Maurer，1999)，career 
outcomes (e.g. Seibert，Grant, & Kraimer, 1999), organizational innovation (e.g. 
Parker, 1998)，and charismatic leadership (e.g. Grant & Bateman, 2000). A recent 
meta-analytic review concluded that proactive personality was positively related to 
objective career success (e.g. salary and promotion), subjective career success (e.g. 
job/career satisfaction), job performance (e.g. overall job performance, task 
performance, and contextual performance), and organizational commitment (Fuller 
& Marler, 2009). These studies suggest that proactive personality is a positive trait: 
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The higher, the better. 
Nevertheless, Grant and Ashford (2008) suggested that proactive personality 
might also lead to unfavorable or undesirable behavior/outcome. For instance, Chan 
(2006) found that proactive personality was negatively associated with job 
satisfaction, affective organizational commitment, and job performance among 
individuals with low situational judgment effectiveness. Harvey, Blouin, and Stout 
(2006) found that proactive personality was positively associated with emotional 
exhaustion at work and negatively associated with job satisfaction among individuals 
who experienced more interpersonal conflict at work. Erdogan and Bauer (2005) 
found that proactive personality was negatively related to job satisfaction among 
individuals with low Person-Organization fit. Nonetheless, the number of studies 
that focused on the potential costs of proactive behavior on health-relevant outcomes 
is still much less than the number of studies that focused on its benefits (Grant and 
Ashford, 2008). This imbalance might lead us to a biased conclusion that overstates 
the positive consequences of proactive personality and understates its potential 
negative consequences on health-relevant outcomes (e.g., stress symptoms and vigor). 
Thus，there is a strong need to investigate how proactive personality influences 
health-relevant outcomes. 
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Time Management Behavior 
In general, time management behavior refers to the behavior that aims at 
monitoring and controlling time, such as setting goals, prioritizing tasks, and 
planning the allocation of time (Claessens, Eerde，Rutte, & Roe，2007). Previous 
studies found that time management behavior was positively related to job 
satisfaction (Macan, 1994) and health (Bond & Feather，1988) and negatively related 
to tension (Macan, 1994), strain (Jex & Elacqua，1999), and emotional exhaustion 
(Peeters & Rutte, 2005). However, previous studies failed to find significant 
positive relations between time management and job performance (Barling, 
Kelloway, & Cheung，1996; Macan, 1994). In addition to the simple bivariate 
relations, some of these studies also examined how time management behavior 
interacts with other variables to influence work-relevant outcomes. For example, 
Peeters and Rutte (2005) found that individuals who scored low in time management 
behaviors experienced more emotional exhaustion when they were given low 
autonomy, but they experienced less emotional exhaustion when they were given 
high autonomy; Barling et al. (1996) found that time management behavior was 
positively associated with insurance sales performance among individuals with 
higher achievement motivation but not for those with lower achievement motivation. 
These findings suggest that time management behavior might interact with other 
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dispositional/ attitudinal/ situational variables to influence various work-relevant 
outcomes. Given that the number of moderating variables examined by previous 
studies was limited，more studies are required to figure out the true picture. 
Proactive Personality X Time Management Behavior Interaction 
According to Grant's (2000) definition, proactive people would "identify 
opportunities and act on them, show initiative, take action, and preserve until 
meaningful change occurs" (p.439). It implies that proactive individuals need to 
complete a larger number of tasks than their less-proactive colleagues, such as 
spending extra time scanning the environment and detecting organizational 
threats/opportunities, putting more effort on finding the root causes of undesirable 
outcomes, spending extra time searching out new technologies, and putting more 
effort on communicating their views to others in the workplace...etc. (Parker and 
Collins, 2010). If they cannot manage their time effectively, they may frequently 
overload themselves and take insufficient rest. It means that proactive individuals 
may be more susceptible to the negative impact of inadequate time management 
behavior than the less-proactive individuals. In this study, we focused on three 
potential negative outcomes: Two health-relevant outcomes (i.e. physical stress 
symptoms and vigor) and one objective performance outcome (i.e. sales 
performance). 
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Physical stress symptoms. Research findings have shown that some physical 
responses (e.g., feeling dizzy, muscle twitching, and aches) are positively associated 
with work strain/stress (Darr & Johns, 2008). Among the various sources of work 
stress, time pressure, work overload and lack of fit (i.e., the task requirements exceed 
the skills and abilities of an employee) are some of the key stressors (Spielberger， 
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Vagg, & Wasala, 2003). Siu, Spector, Sooper, and Liu (2005) also found that 
quantitative workload was positively correlated with physical stress symptoms in a 
Hong Kong sample. As proactive individuals have a tendency to initiate changes and 
make improvements (Grant, 2000; Parker and Collins, 2010), they usually need to 
complete a larger number of tasks than less-proactive individuals. Thus, if they 
cannot manage their time effectively, they may frequently overload themselves and 
seldom take sufficient rest, which may cause physical stress symptoms. In contrast, 
less-proactive individuals may not overload themselves even they are low in time 
management behavior because they have relatively less tasks to accomplish. 
Therefore, our first hypothesis is that there will be an interaction effect of proactive 
personality and time management behavior on physical stress symptoms. 
Specifically, the association between time management and physical stress 
symptoms will be negative among individuals with high levels of proactive 
personality, but no association between the two variables among individuals with 
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low levels of proactive personality. 
Vigor. In our study, we conceptualize vigor as one of the three dimensions of 
work engagement, which is "characterized by high levels of energy and mental 
resilience while working, the willingness to invest effort in one's work, and 
persistence even in the face of difficulties" (Bakker, Schaufeli, Leiter, & Taris，2008, ， 
p. 188). Research findings have shown that vigor is negatively associated with 
burnout and positively associated with favorable outcomes, such as health, job 
performance, and organizational commitment (Halbesleben, 2010). Among the 
possible antecedents, previous studies found that having adequate job and personal 
resources (e.g., social support & active coping style) was one of the most important 
antecedents of vigor (Bakker et a l , 2008). The rationale is that these resources can 
help individuals overcome job-demands and impact the work environments more 
successfully (Bakker et al., 2008). As proactive individuals have a tendency to 
initiate changes and make improvements (Grant, 2000; Parker and Collins, 2010), we 
expect that they usually need to overcome more job-demands and impact the work 
environment more frequently than less-proactive individuals. Thus, if they cannot 
manage their time effectively, they may frequently overload themselves and seldom 
take sufficient rest, which may reduce their vigor. In contrast, less-proactive 
individuals may not overload themselves even they are low in time management 
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behavior because they only need to overcome the basic job-demands, and they 
seldom actively impact the work environments. Therefore, our second hypothesis is 
that there will be an interaction effect of proactive personality and time management 
behavior on vigor. Specifically, the association between time management and vigor 
will be positive among individuals with high levels of proactive personality, but no ’ 
association between the two variables among individuals with low levels of proactive 
personality. 
Sales performance. Although sales performance is not our main focus, we 
included this variable because we want to further validate the link between proactive 
personality and job performance found by previous studies. As proactive individuals 
have a tendency to initiate changes and make improvements (Grant, 2000; Parker and 
Collins, 2010)，we expect that they would engage in more extra activities (e.g.， 
attending extra training lessons) than the less-proactive individuals. Thus, if they 
cannot manage their time effectively, they may spend too much time engaging in 
those extra tasks, which may in turn reduce the amount of time they spend on their 
core business. In contrast, since less-proactive individuals seldom engage in extra 
tasks, they may not encounter the same problem even they do not have adequate time 
management behavior. Therefore, our third hypothesis is that there will be an 
interaction effect of proactive personality and time management behavior on sales 
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performance. Specifically, the association between time management and sales 
performance will be positive among individuals with high levels of proactive 
personality, but no association between the two variables among individuals with 
low levels of proactive personality. 
Method p 
Participants and Procedures 
202 insurance agents (43% male, 57% female) participated in our study. 
They were all qualified insurance agents registered at the Insurance Agents 
Registration Board of the Hong Kong Federation of Insurers, and they were working 
for one of the top ten multi-national insurance companies at Hong Kong. They are 
quite evenly distributed across different age groups (25.2% 18-30 years, 24.8% 
31-40 years, 30.7% 41-50 years, 19.3% 51 years or above), education levels (61% 
secondary education level, 39% tertiary education level), and years of experience 
(52% < = 5 years, 48% > 5 years; M= 7.6 years; SD = 7.1 years). We chose 
insurance agents as our participants because insurance agents usually need to plan 
their activities by themselves and allocate their time accordingly. This flexibility 
may result in a larger variability of time management behavior among insurance 
agents, which is necessary for testing our hypotheses. 
We collected the data through two channels. First, we lined up with six 
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District Directors / Senior Branch Managers and invited their subordinates to 
complete the questionnaires in paper-and-pencil format during their regular branch 
meetings. In total, 163 insurance agents completed the questionnaires via this 
channel. Second, we sent invitations to over 1,000 members of the Hong Kong 
Insurance Practitioners General Union. In total, 39 insurance agents completed the ’ 
online questionnaires via this channel. Participants recruited from the second 
channel have a lower average age and higher average education level. It is 
consistent with the fact that younger and higher educated individuals are more 
familiar with the Internet. 
Measures 
The instructions and all the following measures were presented in Traditional 
Chinese. Scales without a Chinese version were translated into Traditional Chinese 
following the standard procedures (Brislin, 1986). 
Proactive personality. Proactive personality was measured by the 10-item 
shortened Proactive Personality Scale (PPS, Seibert et al.，1999) adapted from 
Bateman and Grant's (1993) scale. Sample items of this scale include "If I see 
something I don't like, I fix it", “I am always looking for better ways to do things", 
and "No matter what the odds, if I believe in something I will make it happen". 
Responses are made on a 7-point Likert-type scale ranging from 1 {strongly disagree) 
1 0 
to 7 {strongly agree), with a midpoint labeled "neither agree nor disagree". The 
scores of the ten items were averaged to arrive at a unidimensional 
proactive-personality score. Higher scores correspond to a more proactive 
personality. Cronbach's alpha was .82. 
Time management. Time management behavior was measured by the ’ 
7-item shortened Time Management Questionnaire (TMQ, Barling et al.,1996) 
adapted from Britton and Tesser's (1991) scale. Sample items include "Do you 
make a list of things you have to do each day?" and "Do you write a set of goals for 
yourself each day?" Responses are made on a 7-point frequency rating scale ranging 
from 0 ('never') to 6 ('always'). The scores of the seven items were averaged to 
arrive at a unidimensional time-management score. Higher scores correspond to 
more time management behaviors. Cronbach's alpha was .74. 
Years of experience. We asked all participants to report when they first 
registered as an insurance agent at Hong Kong, and then we computed their years of 
experience by calculating the difference between the date of our first data analysis 
and their registration dates. This is a control variable in our study. 
Physical stress symptoms. Physical stress symptoms were measured by the 
6-item Physical Symptom subscale of the Occupational Stress Indicators--2 (OSI-2， 
Williams & Cooper，1996; Chinese version, Siu, Donald, & Cooper, 1997). Sample 
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items include "Feeling unaccountably tired or exhausted" and "Shortness of breath or 
feeling dizzy". All responses are made on a 7-point frequency rating scale ranging 
from 0 ('never') to 6 ('always'). The scores of the 6 items were averaged to arrive at 
a unidimensional score of physical stress symptoms. Higher scores correspond to 
more physical symptoms of stress. Cronbach's alpha was .81. , 
Vigor. Vigor was measured by the 3-item Vigor subscale of the shortened 
Utrecht Work Engagement Scale (UWES, Schaufeli et al., 2002). Sample items 
include "At my work, I feel bursting with energy" and "When I get up in the morning, 
I feel like going to work". All responses are made on a 7-point frequency rating 
scale ranging from 0 ('never') to 6 ('always'). The scores of the 3 items were 
averaged to arrive at a unidimensional vigor score. Higher scores correspond to 
higher vigor levels. Cronbach's alpha was .78. 
Sales Performance. We invited participants to report their Annualized First 
Year Premium (AFYP) of 2010 in the questionnaire. As some insurance agents 
worked less than 12 months in 2010, we divided the reported AFYP of each agent by 
the number of working months of that agent to calculate the monthly AFYP (M= 
HK$36,257; SD = HK$53,026). Then, we grouped their monthly AFYP into four 
categories (1 = 25出 percentile and below; 2 = above 25出 percentile to 50出 percentile; 
above percentile to 75出 percentile; 4 = above 75出 percentile) for our analysis. 
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Results 
Descriptive Statistics and Correlations 
Table 1 presents the means, standard deviations, and bivariate correlations 
among the six variable. Proactive personality was positively correlated with job 
performance (r = .21), which was consistent with the finding of the meta-analysis ， 
(Fuller & Marler，2009). The negative correlation between time management 
behavior and physical stress symptoms was also consistent with previous findings 
(Bond & Feather，1988; Jex & Elacqua, 1999; Macan，1994; Peeters & Rutte, 2005). 
In addition, the positive, but moderate, correlation between proactive personality and 
time management behavior (r = .43) suggests that they are related, but distinct, 
constructs. 
Table 1. Means, Standard Deviations, Reliabilities, and Intercorrelations Among 
Study Variables (N = 202) 
Variable M SD 1 2 3 4 5 6 
1. Proactive 5.11 .75 (.82) 
personality 
2. Time management 
, , . 3.27 .93 .43** (.74) 
behavior 
3. Year of experience'' 7.64 7.06 .04 .22** -
4. Physical stress 
3.06 1.02 -.13 -.20** -.03 (.81) 
symptoms 
5. Vigor 3.89 .96 .57** .42** .10 -.17* (.78) 
6. Sales Performance" 2.37 1.09 .21* .04 .19* .09 .28** --
Note. Values in parentheses represent internal consistency reliabilities (Cronbach's alphas) obtained in 
this study. * < .05 .01 # //=200 八N=WJ 
1 3 
Table 2. Summary of Hierarchical Regression Analyses for Testing the Interaction 
Effect of Proactive Personality and Time Management Behavior on Physical Stress 
Symptoms, Vigor, and Sales Performance 
Criterion Predictor 邑 R^ df AR^ 呵 
Physical stress Step 1: EXP .01 .04* 3 .04* 3 
symptoms PP -.04 
(N = 200) TM -.19* ’ 




Vigor Step 1: EXP .03 .36** 3 .36** 3 
(N = 200) PP .48** 
TM .21** 




Sales Performance Step 1: EXP .20* .08** 3 .08** 3 
(N = 167) PP .23** 
TM -.10 




Note. EXP = Year of Experience (Control Variable); PP = Proactive Personality; TM = Time 
Management Behavior 
* /? < .05 **p<.0\ 
Hypothesis Testing 
We tested our hypotheses using hierarchical regression analyses. The 
independent variables were standardized, the dependent variables were not. On Step 
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1，physical stress symptoms, vigor, and sales performance were regressed on years of 
experience (control variable), proactive personality and time management behavior. 
To test the hypothesized interaction effects, we entered the interaction terms of 
proactive personality x time management behavior in the regression equation of Step 
2. The results of the regressions were discussed separately for the three dependent ’ 
variables. 
Physical stress symptoms. Table 2 displays the result of the regression 
analyses of physical stress symptoms. The results of the first step show that years of 
experience (control variable), proactive personality and time management together 
predicted a significant portion of the variance in physical stress symptoms = .04, 
P <05). Only time management was significant predictors = -.19,p <.05)，years 
of experience (fi = -.04, p = .885) and proactive personality was not {fi = -.04,;? 
=.599). When we entered the two-way interaction term in Step 2，the R^ 
significantly increased = .02, p<.05;r2= .07，p <. 05). Time management 
remained as a significant predictor {fi = -.17，<.05), but now the proactive 
personality x time management behavior interaction was also significant {p = -.\5,p 
<•05). To plot this interaction and further analyze it, we followed Aiken and West's 
(1991) simple slope procedure. The regression equations were rearranged into 
simple regressions of physical symptoms on time management behavior given the 
1 5 
conditional values of proactive personality (M+l^D; M- \SD). The interaction is 
shown in Figure 1. For proactive individuals, time management was negatively 
related to physical stress symptoms (b = -.30，�196) = -3.03,p < .005). This relation 
was absent for less-proactive individuals (b = -.05, /(196) = -.45’p = .653). 
Figure 1. Interaction Effects of Proactive Personality and Time Management 
Behavior on Physical Stress Symptoms 
High Proactive Personality (Mean + 1 SD) 
Low Proactive Personality (Mean - 1 SD) 
I 
老 ‘ Slope = -0.05,/J >.05,n.s. 
^ """" — —— — — 
E ^v^ope = -030,p < .005 
I 
_ , 1 1 1 1 ~ 
- 2 - 1 0 1 2 
Very Low Low Average High Very High 
Time Management Behavior (z-score) '' 
Vigor. Table 2 displays the result of the regression analyses of vigor. The 
results of the first step show that years of experience (control variable), proactive 
personality, and time management together predicted a significant portion of the 
variance in vigor (R^ = 36, p <.001). Both proactive personality (J3 = AS,p< .001) 
and time management (J3 = .21, p <.01) were significant predictors, but years of 
experience was not (J3 = -.03,p = .587). When we entered the two-way interaction 
term in Step 2，the R^ significantly increased .02,p< .05; .38,p <• 001). 
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Both proactive personality {fi = A9,p < .001) and time management remained as 
significant predictors (fi = ,19,p <.005), but now the proactive personality x time 
management behavior interaction was also significant (fi = .13,p <.05). To plot this 
interaction and further analyze it, we followed Aiken and West's (1991) simple slope 
procedure. The regression equations were rearranged into simple regressions of 
vigor on time management behavior given the conditional values of proactive 
personality {M+ISD; M- \SD). The interaction is shown in Figure 2. For 
proactive individuals, time management was positively related to vigor {b = .29, 
t{\96) = 3.76，p < .001). This relation was absent for less-proactive individuals (b 
=.08, r(196)= 1.07, p = .285). 
Figure 2. Interaction Effects of Proactive Personality and Time Management 
Behavior on Vigor 
High Proactive Personality (Mean + 1 SD) 
Low Proactive Personality (Mean - 1 SD) ^ ^ ^ 
\ ^^^^ 
I 5 - Slope = 0.29,/?< .001 
I Z 
、•^ "“ — — 一 — 
§> 一 一 一一 一一 
S — — — 
一 一 一 一 " 
Slope 二 0.08，/? >.05，I1.S. 
S -
I _ , 1 I 1 — ~ — r — 
- 2 - 1 0 1 2 
Very Low Low Average High Very High 
J Time Management Behavior (z-score) 
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Sales performance. Table 2 displays the result of the regression analyses of 
sales performance. The results of the first step show that years of experience, 
proactive personality, and time management together predicted a significant portion 
of the variance in sales performance (R = .08, p < .005). Years of experience (jS 
=.20, p < .05) and proactive personality (fi = .23, p < .01) were significant predictors, 
but time management = =.229) was not. When we entered the two-way 
interaction term in Step 2，the R^ change was not significant (AR^= .01, p = .169; R^ 
= .30,p<. .005). 
Discussion 
We examined whether there are interaction effects of proactive personality 
and time management behavior on physical stress symptoms, vigor, and sales 
performance. Given that proactive individuals need to complete a larger number of 
tasks than their less-proactive colleagues (Parker and Collins, 2010), if they cannot 
manage their time effectively, they may frequently overload themselves and take 
insufficient rest. This may in turn increase their stress level, reduce their energy 
level，and work performance. Thus, we hypothesized that there are interaction 
effects of proactive personality and time management behavior on all the three 
variables. 
Although our results were not consistent with all the three hypotheses, they at 
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least supported the hypotheses on the two health-relevant outcomes. We found 
significant interaction effects of proactive personality and time management behavior 
on physical symptoms and vigor, but we did not find significant interaction effect on 
sales performance. The simple slope estimations of the two significant interaction 
effects have shown that the negative impact of inadequate time management 
behavior on the two health-relevant outcomes were significant among individuals 
with high levels of proactive personality only, no significant association between the 
time management behavior and the two health-relevant outcomes was found among 
individuals with low levels of proactive personality. These were consistent with our 
first two hypotheses. 
Physical stress symptoms. Given that proactive individuals have a tendency 
to initiate changes and make improvements (Grant, 2000; Parker and Collins, 2010)， 
they may take up more tasks / challenges and stretch their limits more often. If they 
cannot manage their time effectively, they may frequently overload themselves and 
seldom take sufficient rest, which may cause physical stress symptoms. In contrast, 
less-proactive individuals may not overload themselves even they are low in time 
management behavior because they have relatively less tasks and challenges to 
overcome. Our results are consistent with our first hypothesis, showing that 
proactive individuals are more susceptible to the negative impact of inadequate time 
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management behavior on physical stress symptoms than less-proactive individuals. 
This finding reminds us that proactive personality might also lead to unfavorable or 
undesirable behavior/outcome (Grant and Ashford, 2008). Just like other studies 
that investigated the potential cost of proactivity (e.g., Chan, 2006; Harvey, Blouin, 
& Stout, 2006; Erdogan & Bauer, 2005), we recommend that managers should not 
only focus on proactivity when they formulate their people strategies. For example, 
when a company attempts to build a "proactive culture" among its staff by only 
emphasizing making more changes and improvements, without considering whether 
its staff has adequate time management behavior to support these changes, this 
"proactive culture" may overload the staff and increase their stress level, which in 
turn affects their health. 
Vigor. Previous studies have shown that having adequate job and personal 
resources that can help individuals overcome job-demands and impact the work 
environments is one of the most important antecedents of vigor (Bakker et al., 2008). 
Given that proactive individuals have a tendency to initiate changes and make 
improvements (Grant, 2000; Parker and Collins, 2010), it is expected that proactive 
individuals need to overcome more job-demands and impact the work environment 
more frequently than less-proactive individuals. As time management behavior 
helps people utilize their time more effectively (Claessens, Eerde, Rutte, & Roe， 
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2007), it is expected to be one of the key personal resources that can help proactive 
individuals overcome job-demands and impact the work environments. In contrast, 
time management behavior may be less important for less-proactive individuals 
because these individuals may only need to overcome the basic job-demands, and 
they seldom actively impact the work environments. Our results are consistent with 
our second hypothesis, showing that proactive individuals are more susceptible to the 
negative impact of inadequate time management behavior on vigor than 
less-proactive individuals. 
However, the graphical representation of the interaction effect shows that the 
two regression lines did not intercept even at a very low level of time management 
behavior {M-2SD). It may imply that the benefit of proactive personality on vigor is 
more than the negative impact of inadequate time management behavior activated by 
proactive personality. Nevertheless, it does not mean that managers can simply 
ignore the interaction effect. The mean score on vigor of the international norm {N = 
12,631) is 4.18 OSD = 1.24) (Schaufeli and Bakker, 2004). Based on the regression 
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equation of vigor on time management behavior (given the conditional value of 
proactive personality is M+\SD\ only individuals with at least M + 1 ,%1SD time 
management behavior may achieve a vigor level equal to or higher than 4.80 (M+ 
0.50SD of the international norm). It implies that if managers want to increase the 
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vigor level of their staff, they cannot only focus on proactive personality. For 
example, when a company attempts to build a workforce with higher than average 
vigor level by selecting people with highest proactivity (without considering other 
factors), this company may finally end up with a workforce that has an average vigor 
level only if the selected proactive individuals have inadequate time management 
behavior. As inadequate time management behavior can hinder the positive effect of 
proactive personality on vigor, we suggest that managers should'focus on both 
proactivity and time management behavior when they formulate their people 
strategies. 
Sales Performance. We found a positive correlation between proactive 
personality and sales performance, which is consistent with previous findings (Fuller 
& Marler, 2009). As sales performance is an objective performance measure, this 
study has provided strong evidence that further validates the link between proactive 
personality and job performance. In addition, our result was consistent with 
previous studies that no significant correlation between time management and job 
performance was found (Barling, Kelloway, & Cheung, 1996; Macan, 1994). Our 
result further supports the argument that time management behavior might interact 
with other dispositional/ attitudinal/ situational variables to influence job 
performance instead of influencing job performance directly. However, our result 
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does not support our third hypothesis, suggesting that proactive personality and time 
management behavior does not interact with each other to influence sales 
performance. One of the possible reasons is that time management behavior is less 
critical to sales performance among insurance agents with good interpersonal skills / 
business development skills. Although we chose insurance agents as our target 
group because they have the autonomy to plan their activities and allocate their time 
by themselves, the interpersonal skills / business development skills of insurance 
agents may also moderate the relationship between time management behavior and 
sales performance. For example, a proactive individual who spends a lot of time on 
extra activities like joining non-profit making organization to solve social problems 
as a volunteer and attending seminars on social problems, may still achieve good 
sales results even he does not plan and schedule his time for business systematically 
because the new friends he met in those activities may become his new clients 
naturally (based on the trusting relationship they built during those activities). In 
this case, the proactive individual can still achieve good performance even he does 
not plan his time systematically if he has adequate interpersonal skills / business 
development skills. To test this explanation, future research can add interpersonal 
skills / business development skills as another moderator and examine the 3-way 
interaction effect. Although our current result does not support our third hypothesis 
2 3 
that proactive individuals are more susceptible to the negative impact of inadequate 
time management behavior, it does not mean that managers can simply focus on 
proactive personality only when they formulate the people strategy because previous 
research findings have shown that high proactive personality may hinder 
performance under certain conditions, such as low situational judgment effectiveness 
(Chan, 2006). 
Overall. As we discussed above, the graphical representation of the 
interaction effects suggest that the benefit of proactive personality on vigor may be 
able to compensate its negative impact, but this is not applicable to physical stress 
symptoms. We may explain this finding in the following way: Proactive individuals 
want to change the environment and make improvements. With this goal, they are 
willing to take initiative at work and usually work with strong motivation. These 
help them (even for the proactive individuals who are low in time management 
behavior) to maintain higher vigor, the mental/psychological energy level at work. 
However, for physical stress symptoms, they are at the physiological level. The 
body can have physical problems even if the proactive individuals maintain the 
strong passion. When they do not manage their time effectively by setting goals and 
making effective plans in advance, they may overload themselves frequently without 
taking sufficient rest, which in turn hurt their bodies even they act like energetic at 
2 4 
work. 
Conclusion & Research Limitations 
The number of studies that focused on the potential costs of proactive behavior 
is still much less than the number of studies that focused on its benefits (Grant and 
Ashford, 2008). This imbalance might lead us to a biased conclusion that overstates 
f 
the positive consequences of proactive personality and understates its potential 
negative consequences. Our study examined the interaction effects of proactive 
personality and time management behavior on two health-relevant outcomes (i.e., 
stress symptoms and vigor) and one objective performance outcomes (i.e. objective 
performance), and we found that proactive personality can increase individuals' 
susceptibility to the negative impact of inadequate time management behavior on the 
two health-relevant outcomes, but not on the objective performance outcome. This 
study could help the field to develop a more balanced view of proactive personality 
and remind the researchers / practitioners that proactive personality might influence 
job performance and health-relevant outcomes differently. If we want to truly 
understand the impact of proactive personality, we should not only focus on 
performance-based variables. 
Despite the above contributions of this study, it has several limitations. The 
first limitation is the small magnitude of the two significant interaction effects 
2 5 
(incremental proportion variance = 2%). Chan (2006) examined the interaction 
effects of proactive personality and situational judgment effectiveness on a range of 
work outcomes (e.g., job performance, job satisfaction, and perceived supervisor 
support), and they found incremental proportion variance ranging from 3% to 10%. 
Nevertheless, Chan (2006) did admit that the magnitude of the observed interaction 
effects is larger than the interaction effects typically observed in field studies, and 
replication studies are required before drawing definitive conclusions about the 
magnitudes of the true effects. Thus, although the magnitude of the observed 
interaction effects in our study is small, it can contribute to future meta-analytic 
reviews when enough studies on the interactive effects between proactive personality 
and other variables have been done. 
Another limitation is about the generalizability of the findings. As we only 
included one occupational group (i.e., insurance agents) in our study, we cannot 
simply assume that the findings will be the same in other occupational groups. We 
strongly encourage researchers to replicate this study in other occupational groups. 
Nevertheless, we believe that the interaction effects of proactive personality and time 
management behavior on health-relevant outcomes can also be found in other 
occupational groups, as long as the participants in these groups have been given a 
certain degree of autonomy to plan and use their time during working hours. 
2 6 
In addition, except sales performance, all measures used in this study are 
self-reported measures. Although all of them have good psychometric properties, 
social desirability bias or common rater bias might still exist. We admit that these 
problems might exist in our results, but the extent of these biases should be trivial 
because all self-reported variables have demonstrated unique patterns with relevant 
f 
variables. For example, proactive personality was positively correlated with sales 
performance, but time management behavior was not. Time management behavior 
was positively correlated with years of experience and negatively correlated with 
physical stress symptoms, but proactive personality was not. Vigor was positively 
correlated with sales performance, but no correlation was found between physical 
stress symptoms and sales performance. 
About the time management behavior construct, as there is no agreement on 
the definition of time management yet, and there are at least ten different types of 
self-reported instruments used to measure time management behaviors (Claessens， 
Eerde, Rutte, & Roe，2007), it is worthwhile to repeat this study in the future when 
scientists have a more clear agreement on the definition and measurement of time 
management behavior. Nevertheless, the time management questionnaire (TMQ, 
Britton & Tesser，1991) we used in our study is one of the most popular measures of 
time management behavior (Claessens, Eerde, Rutte, & Roe, 2007). 
2 7 
About the measure of physical stress symptoms, we used a self-reported 
measure to collect the data because of practical reason. It is more complicated to 
collect physiological data (e.g., Cortisol), and it takes longer time. Given the limited 
amount of time the agency managers had allowed us to collect the data, self-reported 
measure is a more feasible option. As the occupational stress indicator - 2 (OSI-2, 
f 
Williams & Cooper, 1996) is a well-validated tool, we believe that the result of our 
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